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In the context of today ‘s business world 
the multinational companies use as ma-
nagerial instruments the intercultural 
working teams (IWT). The performance 
management seems to be problematically 
within this kind of teams. Their members 
are liable to bring on a large scale dif-
ferent points of view related to proper 
ways of reward, recognize, estimate as 
well as train and develop the working 
team members. IWT are the interaction's 
expression between people with different 
values and behaviors, derived from vari-
ous national and/or organizational cul-
tures. This document is an introduction of 
an extensive study that is ongoing and 
aims to clarify if and why the intercultural 
teams are differently managed as the mo-
nocultural teams and what does this dif-
ference consist of.  Ensuing from biblio-
graphical research, I have identified up to 
now various performance management 
models applied to the working teams. Now I will follow how these 
models could be applied, improved or combined, in the context of 
intercultural component of working teams. 
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Daniela HAŞ * 
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PURPOSE 
Managers are facing the rising pressure on companies to
use staff from various countries. It is important to know
how they manage to adapt themselves or to approach
different management styles when dealing with the
management of an EIM.  
The positive impact of using EIM is insufficiently tapped in
the Romanian companies, perhaps also because of the
inaccurate knowledge of the techniques used by well-
known managers which they apply in EIM environments.
These practices are available for everyone, being found in
the dynamic process of management of teams which
obtain remarkable results and have passed the test of
time.  
HYPOTHESES 
Intercultural management increases the chances of an
intercultural work team to become efficient with respect
to the management of a monocultural team.  
EIM has more chances of becoming efficient if managers
use intercultural management. Without management the
chances are small, “cultural diversity management being
an advantage for performance” (Seymen, 2006). With
management specific to the monocultural team, the
chances increase; however, probably not significantly. 
RESEARCH METHODOLOGY 
The research is carried out in companies in Romania
(Alcatel, Continental, Delamode Romania and others).  
The research methodology applied so far consists of: 
•  studying the Romanian and foreign specialty litera-
ture regarding performance management of teams;
•  studying specialty magazines, academic publica-
tions, reports, articles, papers, sites offering infor-
mation on this field; 
•  semi-structured interviews addressed to managers
and the other members of the teams. 
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RESEARCH CONTENT  
Why do companies open to promoting cultural diversity in 
the composition of teams? The answer would be because 
the EIM, i.e. the one whose members belong to several 
national cultures, more than two, is the most important 
organizational form currently existing, which provides the 
most efficient use of technological resources, knowledge, 
competencies and creativity of people from various 
cultures (Bibu&Brancu,2008). EIM thus contributes to 
obtaining performance, being capable to make better 
decisions and to produce remarkable results.  
Managers use the teams in order to transform challenging 
opportunities into remarkable successes, in order to attain 
high performance levels, using performance management1. 
Managers with international experience in carrying out 
tasks and leading teams will be however less well placed 
(Dowling et al., 2009) on the labour market, having 
intercultural competence. It has been proven that many 
times, certain exterior managerial failures   do  not  reside 
in the technical incompetence of the manager, but in 
ignoring the dynamics of intercultural experience. The IC 
model (Alexei&Milter, 2004) of intercultural competence 
is based on the assumption that it requires three 
                                                 
1 www.asiorg.com/solutions/teams.htm 
components: sufficient cultural knowledge, abilities, as 
well as the cultural empathy of the members of a 
multicultural team.  
In the first stage of the research we have identified 
several management models of the work team: 
Because we were talking about empathy, The3-
Dimensional Team Work   Model (Yeh Elizabeth et al., 
2006) correlates the process of team evolution with the 
roles attributed to its members. It is a model whose 
applicability depends on the individualistic or collectivistic 
culture environment.  
The practical implementation of this model firstly involves 
that the team have managers willing to commit to 
supporting the teams and who are able to create 
environments which lead to a successful team. If we are 
dealing with teams formed for solving problems, it is 
important that the leader examine the values, the mission 
and the objectives of the organization in order to make 
sure that the teams operate with the objectives and the 
business strategy in their minds. Managers must gain buy-
in employees involved in the concept of team work. 
The model offers managers the posibility to continue the 
process of development of the teams. 
 
 
Figure 1. The 3-Dimensional Teamwork Model 
Source: Yeh Elizabeth et al., 2006: 194 
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THE  TEAM EVOLUTION, based on the model, is the 
representative of the evolution process of team work, by 
forming, developing and renewing it. In order to obtain 
performance, the authors recommend  managers to act in 
this stage, respectively to form the team, develop it in the 
sense of building team relations and renewing the team 
(by developing new competencies by team learning and 
exploration of innovative approaches regarding team 
work).  
The model supports the development of the team role, of 
team relations, the evolution of the process of 
development of the team. The authors consider that a 
proper organizational environment and clearly defined 
roles within the team contribute to the attainment of the 
objectives of an efficient evolutional team.  
Other authors who promote the idea that performance 
management of the team depends on the proper 
organizational environment are Low Sui-Pheng and Sarah 
Danielle Khoo (2001), who propose the implementation of 
the Model of the 5S in organizations (promoted by Toyota , 
Siemens Corporation, Hewlett-Packard) in order to 
facilitate the participation of employees in generating new 
ideas. 
Unlike the previous model, the research carried out by 
Courtney Hettie et al.(2007) explains the dynamics of the 
5 dimensions of the DOT Team Model (DOT The Dynamic 
Organic Transformational), referring however only to 
teams of knowledgeable workers (Knowledge-worker). 
The model is a vast and holistic approach for reaching 
high performance. By applying the 5 dimensions the 
model allows for an optimal correspondence between the 
high performance team and the environment, allowing the 
members of the team to respond effectively to the 
dynamics of change and the consolidation of team 
performance. 
The model has been developed in order to answer the 
question which are the key elements helping the teams 
with knowledge – workers become efficient in a complex, 
continually changing environment, one of the premises 
being that an organizational culture of learning creates a 
proper environment for innovation, high performances 
and efficiency.  
It is a model applicable to measuring the performance of 
teams of people who think, not whose work result is 
services or easily quantifiable objects. 
Guido Hertel, Susanne Geister and Udo Konradt(2005) 
talk about the Efficient Virtual Teams Model in the context 
of 5 phases of the life cycle of the team.  
Phase A  Phase B  Phase C  Phase D  Phase E 





As one can notice, Performance Management represents 
a  distinct phase, having the components: Leadership, 
Communication Regulation, Motivation, Knowledge 
Management. According to the formulated hypotheses, if 
we go further and imagine a virtual EIM, we would also 
integrate in Phase C intercultural Management containing 
also the “communication regulation” and the “motivation 
forms”. 
It would ultimately be a model recognizing the intercultural 
Management and the Knowledge Management as being 
components of Performance Management of EIM. 
 
 
Figure 2. Enhancing team performance management 
trough 5S 
Source: adapted according to Low Sui-Pheng and Sarah Danielle 


















Figure 3. The D.O.T. team model 
Source: Courtney Hettie S. şi a., 2007: 39 
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Other authors (P.Catska, C.J.Bamber, J.M.Sharp, 
P.Belohoubek ,2001) consider that the adequate 
management style of teams, which leads to performance, 
must be applied depending on various situational factors 
presented in a Model of implementation of high 
performance teams. (Figure 4) 
The model brings into discussion “the group culture” 
which I consider to be relevant when we talk about teams 
which function for a sufficient period of time as to 
crystallize, especially when we are dealing with 
intercultural teams. I think that here it is important to find 
solutions for integrating the cultural features of the team  
members. However, in principle, group culture coincides 
with the organizational culture in whose context the team 
carries out its activity. 
Daniel J. Alberts Markic (2007) create a conceptual 
framework for team performances, which includes in the 
functions of the team the communication with 
stakeholders and the development and codification of the 
knowledge of the group ( team functions – finalizing tasks, 
sustaining the members, communication with external 
stakeholders, sharing of transfer of knowledge to the 
 
 
Figure 4. Factors affecting successful implementation of HPTs 
Source: P.Catska et al.,  2001: 128 
 
 
Figure 5. The four quadrants of integral teamwork 
Source: adapted according to Cacioppe Ron and Roger Stace , 2009: 224 
266CONSIDERATIONS ON PERFORMANCE MANAGEMENT MODELS OF WORK TEAMS  
IN THE CONTEXT OF GLOBALIZATION 
 
management of the organization of suppliers or clients, 
development and codification of the knowledge of the 
organization). 
This  Model of multidisciplinary teams in organizations 
which create knowledge develops eight factors which lead 
to team performance: the clarity of the mission, the 
involvement of key experts, understanding 
multidisciplinarity, the efficiency of the team, the welfare 
of the group, the interrelation of the team with the product 
users, leadership, organizational support. 
If we refer to the factor “interrelation of the team with the 
product users” the model ensures, like the DOT model, 
the adaptability of the team to the dynamics of change of 
the external environment. 
The authors Ron Cacioppe and Roger Stace(2009) bring 
into discussion the performance of the integral team 
(integrated, I would say). The construction of the ITEM 
Model - The Integral Team Effectiveness Measure can be 
applied to managers and existing teams, without taking 
into account the variables related to the selection, the 
personality of the members or the environment 
conditions. This framework suggests that an integrated 
understanding of the team requires an appreciation of 
both phenomena, individually and collectively, as well as 
of the objective aspects (behaviour, structure) and 
subjective aspects (affective, cognitive) regarding the 
team.  
It may be adequate to introduce a nucleus inside this 
model, respectively THE TEAM WELFARE, component 
which in fact also appears in the previously presented 
model. Moreover, I consider that this disposition of the 
dials confirms that performance means efficiency, 
effectiveness and satisfaction at the work place. 
Cherles Margerison(2001) tested The Model of the 9 
competencies of the team in various industrial fields and 
cultures, considering the competencies inside the team as 
being the key of team performance. 
(1)  Counseling – receiving and carrying forward the 
information 
(2) Innovation – creating and experimenting new ideas 
(3) Promotion – seeking and presenting opportunities 
(4)  Development – evaluation and testing the new 
approaches  
(5) Organization – establishing the way in which “things 
will go” 
(6) Production – creating and delivering outputs 
(7) Inspection – control and auditing of work systems 
(8) Maintaining  –  elevating and keeping safe the 
standards and processes 
(9)  Connection – coordination and integration with the 
other components 
If we come back to efficiency as a component of 
performance, Meredith Ross, Erick C. Jones, Stephanie G. 
Adams(2008) have made a Model of predictability of team 
efficiency  in the case of candidates qualified from the 
ethnical point of view to be members of a team.  
The research started from the quantitative estimation of 
the team efficiency by a performance function, behaviour, 
attitude, style of the team members, organizational culture. 
 Te=  f(P,B,A,M,C), 
the diagram of variables which determine team 
performance being of the form: see Figure 7. 
Based on an individual index of performance, function of 
behaviour, performance and attitude, by quantifying the 
values of an efficient team this research could be a 
valuable link of qualitative evaluation of the quantifiable 
description of an efficient team. Furthermore it is however 
necessary to research how the characteristics of an 
individual influence the team efficiency (which could be 
done for instance with the help of a diagram), but also the 
cultural aspects if we are dealing with EIM.  
Knowing this will allow managers to select “the best set of 
persons” to work together as an efficient team. An early 
evaluation of the team members gives the manager the 
possibility to carry out their proper training or to intervene 
in order to change a mixture of persons chosen for the 
team so as to induce its synergy . 
A model which takes into account the individual 
characteristics is “Methodology of Diagnosis of the work 
team ever since the training phase, of Susan Nash 
(1999), developed in several stages, finalizing with 
creating a plan for the improvement of the SCORE based 
on the team profile.  
 
 
Figure 6. Team competencies model 
Source: adapted according to Margerison Cherles, 2001: 118 
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The author takes into account various types of 
temperament, showing what kind of challenges can be 
attributed to each type of temperament (artisan, defender, 
rational, idealist) in the context of temperament versus 
performance. 
The inefficiency of monitoring and controlling the 
application of the decisions, considered to be some of the 
causes of team management failures, have been the 
object of the research carried out by Ana Schetach(2009). 
The research was finalized by reviewing the RDSM Model 
(The model of decision – square). The revised model 
consists in the logical sequence of familiar knowledge, 
practically a reorganization of the meetings, being a model 
of task assignment, of monitoring the correct fulfillment of 
same, so that team members can be together in starting 
up a project, but each of them with their own responsibility. 
 
 
Figure 7. Diagram of variables which determine team performance 
Source: Ross T. Meredith et all., 2008: 256 
 
their subcomponents being the variables: 
1  Interesting, stimulating work  8 Cross-functional cooperation and support 
2  Accomplishment and recognition  9 Effective communications 
3  Conflict and problem resolution  10 Clear project plan and support 
4  Clear organizational objectives  11 Autonomy and freedom
5  Job skills and expertise 
6  Direction and leadership  14 Ability of dealing with risk
7  Trust, respect, credibility  15 Effort and commitment to results 
 
 
Figure 8. Example of application of the revised RDSM model 
Source: Shetach Ana, 2009: 12 
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6. CONCLUSIONS 
The studied models refer to the impact of role assignment 
during the process of evolution of the team, to choosing 
the adequate management style for the implementation 
of high performance teams, diagnosis methods, each 
focusing on different variables, not the same ones, some 
made only for certain types of teams. Numerous articles 
leave room for further research, the analysis of the effect 
of some variables not leading to the possibility of issuing 
relevant conclusions.  
Teams do not always function according to the same 
“manual”, function of the objective for which they were 
created. An uninspiredly built team, an uninspired role 
assignment may generate conflicts especially in EIM.  
The role of performance management would be on the 
one hand to ensure the attainment of long term 
performance and on the other hand to transform a team 
without special performances into a high performance 
team. On the other hand, managerial performances 
consist of the extent in which the manager has fulfilled 
his/her commitments undertaken under the management 
contract, following aspects such as: the quality of the 
adopted strategy, reflected in the level of improvement of 
team performance since taking over the manager 
position; the interpersonal relations of the members of the 
team, the cooperation – competition relations between 
the members, the solidarity degree regarding the 
responsibility of the made decisions; the synergy of the 
joint action (stimulating creativity); in other words, the 
extent in which he/she knew how to act upon variables 
with effects on performance.  
The complexity of efficient EIM requires the analysis of the 
intercultural differences regarding communications, 
interrelations (Ghilic&Stoica,2003).  Rich communication, 
collaboration and creative conflict characterize the 
integration of knowledge into the teams. 
On the other hand, efficient teams (Alavi&Tiwana, 2001) 
require a process of knowledge enrichment and solving 
problems in common in order to attain the objectives. This 
process requires a sustained environment of 
interpersonal interactions. When the team members do 
not interact it is unlikely to achieve the integration of 
knowledge effectively or efficiently.  
The cultural differences influence the communication 
behaviour of the team members. Persons belonging to 
different cultures are different regarding the way of 
communication and behaviour within the team, depending 
on several factors, such as the different degree of 
motivation in finding information and disclosing it.  
No matter how well organized work may be and how good 
employees may be, the result can be negative in the 
absence of an adequate motivation, the relation between 
the reward program and the team success being clear. 
Which are better, the individual rewards, rewarding the 
team as a whole or a combination of the two? If we are 
dealing with intercultural teams, to which culture must the 
motivation system be adapted in order to be efficient, the 
national culture of origin or the organizational culture? 
Managers often wonder which are the most adequate 
sources of people motivation, ideally taking into account 
the way in which they function for different persons. 
Motivation is closely related to performance and both are 
determined by each person’s will of personal 
development. Nevertheless, organizational culture, the 
mission and the philosophy, as well as the organization 
and management systems strongly influence these two 
dynamic dimensions of the type cause-effect.  
The manager’s behaviour is reflected into the satisfaction 
of the team members. The manager’s performance is 
influenced by the satisfaction of the team members 
regarding his/her ability to solve conflicts and to achieve 
an open communication within the team 
(Jeanquart&Mangold , 2002). It means that the proper 
management style should be applied depending on 
different situational factors. 
The performed research reflects the need to look at team 
work as a multidimensional construction, together with 
the necessity of the parallel development of the individual, 
of the team and of the organization.  
PROPOSALS  
The research proposes the improvement of knowledge, 
wishing to bring clarifications to the following questions: 
•  the identification and typologization of performance 
management models with the best applicability 
over the intercultural work teams;  
•  intercultural management;  
•  identifying the variables over which intercultural 
management as a component of performance 
management can intervene for the purpose of 
increasing team performance.  
•  the major objective of the research is to identify 
what the performance management of EIM 
consists in. 
–  why must we integrate intercultural as-
pects into the managerial process of the 
team? 
 w h a t  m u s t  b e  d o n e  i n  t h i s  s e n s e  
(methods, tactics)  
 how must it be done (operationally, 
instruments, techniques) 
•  has one confirmed the hypothesis that intercultural 
management increases the chances of an 
intercultural work team to become efficient in 
comparison with the management of a 
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